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As the increasingly fierce competition, the risk and uncertainty of organizational 
management become higher. Rely only on managers cannot obtain all the information 
to face this increasingly changing business environment. Employee Voice has a 
significant impact on organizational innovation and revolution. Employee Voice has 
attracted the extensive attention of scholars in the past few years, also leadership style 
effects on employee voice. But current academic research on leadership and voice 
behavior paid more attention on employees' psychological characteristics, such as 
psychological safety and responsibility consciousness, research on organizational 
climate is rare. Also, voice act as an ex-role behavior, was affected by the intrinsic 
motivation, so it is necessary to explore how organizational commitment impact on 
employees’ voice behavior under the specific organizational climate. 
Based on these, this paper put ethical leadership, error management climate and 
organizational commitment into one research framework.Disscuss the effects of these 
three variables on employee voice from the perspective of social learning theory.We 
collected data in 3 times, as a total of 234 valid questionnaire responses received.We 
concluded that: (1) there is a positive relationship between ethical leadership and 
employee voice ;(2) this relationship is partially moderated by error management 
culture ;(3) organizational commitment was negatively mediated the error management 
culture and employee voice relationship. 
The innovation points: (1) a more comprehensive study of employee voice;(2) take 
error management climate as the mediating variable, enrich the research about error 
management climate and employee voice. 
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现存问题的感知，并采取措施促进组织改善（Van Dyne & LePine,1998;Premeaux & 
Bedian,2003；Burris et al. 2008）[2-4]。组织上级接受员工有益的建言，将提高组织
领导者判断的准确性（陈子彤，陈银锋，2011）[5]。于组织而言，员工建言有利
于提高组织的学习水平、变革成效以及组织绩效水平（Van Dyne & LePine,1998；
Morrison & Milliken ,2000）[2; 6]。员工为组织提供的创新观点 ，则可以为组织带
来持续的竞争优势（Detert & Edmondson, 2011; Grant, 2011; Van Dyne & LePine,1998; 
Liang & Farh, 2012; Morrison, 2011, 2014）[2; 7-11]。于员工自身而言，建言可以为员
工带来更高的绩效评级（Van Dyne & LePine,1998；Whiting et al.,2008）[2; 12]，同时
当员工感受到被倾听时，则会增加员工的组织公平感知和工作满意度，获得激
励（Shapiro et al.,1994, Taylor et al.,1995）[13; 14]。 
然而，与组织现实相违背的是，大多数员工并不愿意在组织中报告组织存






















更愿意建言（Withey & Cooper, 1989）[17]。相反，如果员工感知到自己的意见、想
法不被采纳时，将更倾向于沉默（Detert & Trevino, 2010; Milliken et al., 2003; 
Morrison et al., 2011）[10; 15; 16; 18]。员工感知到的建言风险（perceived risk）即指员
工在建言后是否会承担负面结果。目前，大部分的组织内部并未设置保护员工
权益的层级结构，而组织中的领导者往往握有奖惩员工的权利，因此对员工而




Trevino, 2010; Milliken et al., 2003; Morrison, 2014）[11; 15; 18]。研究证实，员工在无个
人风险且能够促进组织作出改变行为的情形下，更愿意为组织建言（Detert & 
Burris, 2007；Detert & Trevino, 2010）[19]。 
员工的沉默使组织损失了帮助解决问题、预防危机的潜在价值信息（Detert 
& Edmondson, 2011; Detert& Trevino, 2010; Milliken & Lam, 2008; Tangirala & Ramanujam, 
2008）[7; 20; 21]，给组织的发展带来不利影响。这使得学者开展关于影响建言的因
素研究，领导风格能够对员工建言产生影响（Liu et al., 2010）[22]，总体而言，开
放—支持型的上下级关系，将促进员工对建言效用的感知和员工心理的安全建
设，更有益于员工建言行为（Morrison et al., 2011）[10]。比如，变革型领导由于
自身理想化影响和对组织变革的关注，进而对员工建言产生积极作用（Liu et al., 
2010；Detert & Burris，2007）[19; 22]。同时，伦理型领导强调正直、公正，与员工
双向沟通，并且通过塑造组织团队中的伦理氛围促进组织成员沟通交流
（Neubert et al., 2009）[23]，因而对员工建言行为也有促进作用（Avey, Palanski, & 
Walumbwa, 2010; Walumbwa &Schaubroeck, 2009）[24; 25]。目前研究建言机制的中介
变量主要聚焦于员工的心理特征，例如组织员工的角色认同和道德信仰（Zhu et 






















































































































































































基于以上研究工作，Trevino 等 (2000；2003) 从社会科学的角度对伦理型领
导的行为特质做了探讨[39; 40]。 Trevino 等 (2000) 通过对 20位高管以及 20位伦理
专员的结构化面试提出了伦理型领导的两个维度—即合乎伦理的个人 (ethical 




的奖惩系统，Trevino 等 (2003)指出这恰是伦理型领导的交易部分。由于 Trevino 
等(2000；2003)的这一研究指出了伦理型领导的双重角色，从此研究者们开始
视伦理型领导为一个独立的领导风格，而非其他领导风格的伦理方面






















伦理看法。本文依据研究需求，采用 Brown 等 (2005)对伦理型领导的界定。 
2.1.2. 伦理型领导的结构维度与测量  
本文依据不同学者的研究成果，将伦理型领导的结构维度进行了以下梳理。 
（1）单一型结构维度 
Brown et al. (2005）为我们理解伦理型领导，提供了全新视角[42]。Brown 等








行问卷调查时，编制了伦理型领导评估量表（Scale to Assess Ethical Leadership，






最早由 Kanungo 和 Mendonca（1998）两位学者提出了关于伦理型领导的三
因素结构模型：领导者的动机或意图(leader's motive/intention)、领导者的影响策
略(leader's influence strategy)和领导者的特质(leader's character)[38]。此后，De 
Hoogh 和 Den Hartog (2008)提出伦理型领导应包含道德与公正、角色澄清、权力
分享[44]。 
（4）四因素结构维度 
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